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The Long Beach Fire Department (LBFD) is committed to serving the Long Beach community and
wants their personnel to represent the City’s diverse population. In recognition of this priority, the
LBFD, in partnership with the City Manager's Office and the Civil Service Department, undertook a
study to proactively review their entire recruiting and selection process and identify best practices
for strategically recruiting more diverse firefighter applicants.

The strategies outlined in this report are derived from data analysis of LBFD applicants, qualitative
interviews with current firefighters, a survey of the previous 3 cohorts of Fire Recruits, and best
practice research from other cities.

Being a Long Beach Firefighter is a highly desirable and competitive position. Since 2014, when Long
Beach’s posting for Fire Recruit reopened after a hiring freeze, the position has averaged 3,263
applicants per recruitment cycle.

After conducting a literature review and interviews with other large cities in California, LBFD found
that it already employs several best practices in their selection process, which are detailed below:

1. LBFD has developed a partnership with Long
Beach Unified School District (LBUSD) to start a Fire Science Pathway at Jordan High School.
Kicking off in Fall 2019, this program will utilize LBFD personnel to serve as instructors for
Fire Science courses.

2. The Civil Service Department’s Fire Recruit application is
advertised for several months and then is open for two weeks, which allows sufficient time
to apply for the position while still limiting the quantity of applications to a manageable
number for Civil Service.

3. Instead of administering its own written exam, Civil Service and
LBFD uses a standardized test.

a. The National Testing Network’s (NTN) FireTEAM test has four components: a video-
based human relations test, a mechanical aptitude test, a math test, and a reading
ability test.

b. Professional NTN testing centers are specifically designed for testing and staffed with
proctors. The tests are professionally validated and offer total scores and dimensional
scores for further insight into candidate performance.’

1 “How NTN Works.” National Testing Network.



4. LBFD administers its own Physical Ability Test (PAT) at no cost to
the applicant.

a. Other jurisdictions require a Candidate Physical Abilities Test (CPAT) or Biddle Test
certification which is acquired at a cost to the applicant.

b. The LBFD also administers practice sessions for the PAT at no cost to the applicant.?

c. Administering their own PAT also allows the LBFD to more holistically understand the
candidate. For example, LBFD has seen instances where a candidate is able to cut up
to four minutes from their practice time to their test time, which is a unique insight
into the candidates’ true abilities and work ethic.

5. LBFD utilizes two rounds of oral interviews, each measuring
different applicant qualities using a standardized scoring rubric.

a. Interviewers use a rubric to assign an overall score and rank candidates.

b. The Captain/Community interview is evaluated solely on the content of the interview.
Each interviewer fills out a score rubric.

c. The Chief's interview, which includes command staff and Battalion Chiefs, takes a
holistic view of the candidate by providing the interview panel access to the
candidates’ PAT scores, resumes, and first interview scores. Again, each interviewer
fills out a score rubric.

6. Stakeholders from the community are invited to participate in
the first oral interview. Members of local nonprofits, teachers from local educational
institutions, councilmembers and their staff, business owners, members of the business
improvement districts, and other leaders in the City are invited to participate alongside the
Fire Captains to evaluate the candidates.

City Demographics

LBFD serves a diverse population of 464,000 people. Nearly three-quarters of the city’s residents
are people of color. The Hispanic population is the fastest-growing demographic, followed by
Asians/Pacific Islanders, and those of mixed race. Immigrants comprise about one-quarter of the
City's population. People of color are typically younger (86 percent) while only about half of seniors
are people of color (47 percent). This difference demonstrates the demographic shift in the
workforce and the communities that LBFD will serve.

The current demographic breakdown of the City of Long Beach is as follows:

2 Hardison, M., Lim, N., Keller, K., Marquis, J., Payne, L., Bozick, R., Mariano, L., Mauro, J., Miyashiro, L., Oak,
G., and Saum-Manning, L. “Recommendations for Improving the Recruiting and Hiring of Los Angeles
Firefighters,” RAND Corporation. 2015.



Figure 1: City of Long Beach Demographics’

Ethnicity Total

Asian 13.2%
Black 12.9%
Hispanic 42.8%
Native American 1.2%
White 27.6%
Total Population 464,000

The current demographic breakdown of LBFD’s sworn firefighters and command staff is as follows:

Figure 2: LBFD Demographics

‘ Female Total

Ethnicity Male

Asian 10.0% 0.3% 10%
Black 8.5% 8%
Hispanic 18.0% 0.8% 19%
Native American 0.5% 0%
White 59.1% 3.8% 63%
Total Sworn Employees 374 15 389

The LBFD is a smaller agency compared to major cities and its drill class graduates only 24 people
per class, approximately. With a total of 389 sworn employees, LBFD relies on its personnel to be
highly trained in diverse skill sets to serve a city with an airport, port, high rise buildings, and
beaches. Because of its size, small changes make a big difference in LBFD. For example, the addition
of just 5 more females in the ranks would reflect a 30% increase in females.

8 U.S. Census Bureau. (July 2018). Long Beach, CA Population Estimates. Retrieved from:
https://www.census.gov/quickfacts/longbeachcitycalifornia



The LBFD is also significantly more racially diverse when compared to the national average of fire
department personnel as reported by the National Fire Protection Administration. (Figure 3).°

Figure 3: U.S Fire Departments Average Demographics, 2013-2017

Ethnicity Total

Asian 1%
Black 9%
Hispanic 8.3%
Native American -
White 81.8%

Figure 4: 2014-2019 LBFD Fire Recruit Applicants by Race/Ethnicity
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Currently, LBFD receives an average of 3,263 applicants for each Fire Recruit recruitment cycle.
However, from 2014 to 2019, LBFD's Black applicants have been reduced by half (15% to 8%).
Meanwhile, its Hispanic applicants have increased to a level like White applicants.



Figure 5: 2014-2019 LBFD Fire Recruit Applicants by Gender
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LBFD's applicant breakdown by gender is 5% female. This also reflects the state of the department
as a whole, which is 5% female.



